Future economic growth and competitiveness will increasingly depend on how effectively employers can utilise their ageing workforces. To manage the inevitable changes in demographics, employers need to start preparing for an ageing workforce and developing strategies to manage and retain older employees. The main objective of this paper is to determine the impact of leadership and employee relations on work satisfaction of older employees, as well as to determine the impact of work satisfaction on the work engagement of older employees in financial service companies in Slovenia. To test the hypotheses, the authors used structural equation modelling. The results show that the effects of leadership and employee relations on work satisfaction in the case of older employees in financial service companies in Slovenia are positive, and the effect of work satisfaction on the work engagement of older employees is positive, too.
Introduction
The population is aging and older employees are becoming an important part of the labor market (Davies et al., 2017; Zacher et al., 2018) . The entire field of management is evolutionarily changing. Human resources management has to respond to new challenges of the inner and outer environment of the organisation. In the context of demographic changes, management of older people contributes to the forming of new views on the entire field of management and is an important part of a new management paradigm (Beazley et al., 2017) . Ageing has become a necessary focus of interest in today's society. Irrespective of age, an employee needs the appropriate skills and knowledge to be productive and to help the organisation achieve its strategic objectives (Davies et al., 2017) . The aging workforce presents new challenges to management practice and new possibilities for management research (Kulik et al., 2014) .
Structural equation modeling (SEM) has been proven useful in exploring the links between constructs in various human resource management (HRM) multidimensional models (Veingerl Čič et al., 2017) . Our research focuses on one of the important aspects of the sustainable profitability of a business: the satisfaction and engagement of older employees. Based on the HRM theoretical background, the authors built a conceptual multidimensional model of managing older employees in financial service companies in Slovenia. As the authors wanted to determine the impact of leadership and employee relationship -two important components of work satisfaction of older employees in financial service companies that further shape the level of work engagement of older employees -the conceptual model includes the following constructs: leadership, employee relations, work satisfaction and work engagement. The main objective of this paper is to determine the impact of leadership and employee relations on work satisfaction of older employees, as well as to determine the impact of work satisfaction on the work engagement of older employees in financial service companies in Slovenia.
The findings of research of Yang et al. (2015) based on SEM analysis show that employee relations and leadership have a positive impact on work satisfaction. The authors' findings indicate that older employees have good relationships with their employer and colleagues in the workplace, therefore work in a more supportive work environment, have better health status and are more satisfied (Yang et al., 2015) . Another study by Robinson et al. (2004) , suggests that work satisfaction is an important driver of work engagement. Additional findings of Egan et al. (2004) show that there is a positive relationship between work satisfaction, work motivation and work engagement.
There is not much literature and research that is based on theoretical knowledge on the topic researched nor studies about impact of leadership and employee relations on work satisfaction in the case of older employees in financial service companies in Slovenia and impact of work satisfaction on work engagement of older employees in these companies. With this research, the authors wanted to fill the above-mentioned gap.
In the following sections, the authors present the literature review on the definition of older employees, human resource management of older employees and ageing in the workplace. The authors also describe the constructs in the conceptual model. Furthermore, the authors present the hypotheses, which are built on the literature review. This is followed by a description of methodology used in our empirical research and the obtained results. The article concludes with the discussion of the main findings, limitations and further research possibilities.
Literature review

Definition of older employees
The answer to the question of when an employee is considered as an "older employee" can be very subjective and difficult. Aging is a complex problem; due to multidimensionality, it is difficult to capture it in a single definition or measure (see, e.g., Peeters et al., 2008; Cleveland, Lim, 2007) . For example, Warr (1994) uses the age of 45 to define an older employee, whereas Greller, Stroh (2004) , Smyer, Pitt-Catsouphes (2007), define an older employee as someone aged 50 or more. The term "older employee" includes employees between the ages of 40 and 50. According to OECD (2000) definition, an older employee is someone who is aged 55 or more. As is visible from these examples the definitions of an older employee in technical literature differ.
Human resource management of older employees
Workforces are aging across the world, therefore an important strategic task for organizations is to find policies and practices encouraging older employees to remain engaged, motivated, satisfied, productive and healthy (Kooij, Van De Voorde, 2015; Guglielmi et al., 2016) . Because motives and abilities change as people age (Kooij et al., 2011) , the utility and thus the effects of human resource practices might also change with age (Kooij et al., 2013) . According to Kooij, Van De Voorde (2015) , human resource practices of organizations can be adapted to the needs of older employees in different ways. Thus, authors Kooij, Van De Voorde (2015); Kooij et al. (2013) summarize that organizations can build competitiveness on rare, valuable and exceptional human talent's resources.
The positive influence of human resource practices on work satisfaction, work engagement, health, and performance is more likely to strengthen with age in companies that support age diversity in the workplace (Moen et al., 2017; Kooij, Van De Voorde, 2015) .
Financial services companies that bring together talent from both generations will be able to exploit the benefits of an engaged employees. Thus, financial services companies must find ways to retain older employees. Older employees have many benefits that can provide additional value in the workplace due to their experience and stability. For example, older employees have an important role in acquiring and retaining customers, because they are more experienced about financial matters (see, e.g. May, 2004; Naegele, Walker, 2006) .
Ageing in the workplace
Finance sector can expect a substantial increase of older employees in the forthcoming years. Therefore, it may especially face tensions in matching workers to jobs. This may require rethinking longstanding workplace practices (Sweet, Pitt-Catsouphes, 2010; Davies et al., 2017) . The issue of ageing in the workplace has been defined as a "new diversity" because it tests the capacity of organizations to manage changes in the composition of the workforce . According to Zacher et al. (2018) , active aging means that as employees age, they (1) continue to show high levels of work engagement and performance; (2) maintain or improve their physical, mental, and social well-being; and (3) experience fair treatment and employment security. As a consequence, older employees are not only able and motivated to work past retirement ages, they also continue to be happy and productive members of the workforce. Cheung and Wu (2013) emphasizes that those employees who have a higher level of successful aging in the workplace, would have higher intentions to stay in the company. Positive aging in the workplace also positively relate to their work satisfaction and work engagement.
Description of constructs in the conceptual model
Leadership. Managing employees is concerned with making plans and deciding on approaches which to use to make employees perform the way to help the company to achieve their goals (Amagoh, 2009 ).The appropriate leadership style is important for employee satisfaction. Thus, leaders act to provide satisfaction of their employees or more likely to offer means of satisfaction. Successful leaders understand the needs of their employees and persuade them to act in a certain way (Chan, 2019) . Research on leadership indicates that, when employers apply effective leadership skills, employees have better work motivation, higher satisfaction, feel less job pressure and pay more attention to the job (Hu et al., 2010) . Leadership is a function, which is important at all levels of management, thus leaders play an important role in the active aging process (Zacher et al., 2018) . In addition, team members of all ages benefit when leaders structure tasks according to individual age-related abilities and motives, and help teams focus on higher-order goals instead of demographic differences. In this way, leadership plays an important role in employee performance and productivity (see, e.g. Zacher et al., 2018; Profili et al., 2017) . Therefore, the authors construct the following hypothesis: H1: Leadership has a significant positive impact on the work satisfaction of older employees in financial service companies in Slovenia.
Employee relations. Any organization that wants to succeed in a specific industry must place emphasis on positive employee relations (Abugre, 2017) . Employees who have a positive relationship with employer and their colleagues work more efficiently and smarter. They are more likely to do their best in the workplace. This leads to higher productivity, performance and work satisfaction (Anitha, 2014) . In addition, Abugre (2017) summarizes that positive employee relationships in companies will enhance or increase employee work satisfaction and consequently employees' intention to stay. Otherwise, negative organisational relationship would increase organisational cynicism, which leads to diminished work engagement and work motivation of employees in companies (Watt and Piotrowski, 2008) . Due to demographic change, positive employee relations in the companies between generations are important. Age-diverse teams allow for interactions and knowledge sharing between younger and older employees (Zacher et al., 2018) . Age diverse teams should be managed to maximize the positive effects of exchanging different views and perspectives, and to minimize the negative effects of discrimination and age stereotypes (Hertel et al., 2013) . According to Ford (2011), Fay, Kline (2011), good employee relations in the workplace lead to higher work satisfaction and productivity. In this way, the following hypothesis is created: H2: Employee relations have a significant positive impact on the work satisfaction of older employees in financial service companies in Slovenia.
Work satisfaction and work engagement of older employees. Good work satisfaction in the company can lead to better performance of the employees, which affects the result of the company. Employee satisfaction is considered as the driver of the employee productivity and employee retention. Satisfied employees are a precondition for increasing responsiveness, productivity, quality, and also, customer service (Auer Antoncic, Antoncic, 2011). Successful aging in the workplace is significantly related to work satisfaction. For example, close employee relations in the workplace and adaption of new work roles enhance the sense of control and efficacy of older employees, and these positive self-evaluations will in turn lead to high work satisfaction (Cheung and Wu, 2013) . Higher levels of work satisfaction tend to lead to lower levels of absenteeism and better mental and physical health (Hennekam, 2016) and also, lead to higher work engagement (Ford, 2011) . Studies that delved into employees' work satisfaction and age show a positive correlation between the two (see, e.g. Aristovnik, Jaklič, 2013). The importance of work satisfaction and engagement is growing all the time in the companies (Dhamija et al., 2019) . On the other hand, work engagement represents a positive working state that improves organizational performance. Work engagement significantly influences on employees' performance, turnover intentions and organizational success, therefore it is considered as a key indicator of organizational health (Lu et al., 2016) . Work engagement is considered "as a positive, fulfilling, work-related state of mind that is characterized by vigour, dedication, and absorption" (Schaufeli et al., 2002) . Engaged employees are characterized by high levels of energy and by the strong capability to invest effort in order to fulfil their jobs. They also tend to be more resilient and able to cope effectively with problems (Guglielmi et al., 2016) . According to Bakker, Demerouti (2009), highly engaged employees are more positive, help others improve work efficacy, continually improve work-related skills and are highly active. Demographic change increases the pressures on organizations to figure out effective ways of keeping employees engaged across different life stages. Thus, there are good reasons to believe that age might play an important role in determining workplace engagement (Ning, Alikaj, 2019) . Therefore, the authors propose the following hypothesis: H3: Work satisfaction of older employees has a significant positive impact on the work engagement of older employees in financial service companies in Slovenia.
Data and methodology
The main survey that was conducted from January to February 2017 involved 237 large-and medium-sized financial service companies in Slovenia, and from each company, up to three older employees participated in our research. Thus, 704 older employees responded to the questionnaire. In the literature, the definitions of older employees vary (Brooke, 2003; Ilmarinen, 2001) as presented in the section on the definition of older employees. In this paper, employees of ≥ 50 years of age were defined as older employees.
The respondents indicated on a 5-point Likert-type scale their agreement to the listed statements, where 1 = strongly disagree and 5 = completely agree (1 = I strongly disagree, 2 = I do not agree, 3 = I partially agree, 4 = I agree, 5 = I completely agree). Items for the leadership construct were formed by Avery et al. (2007) , for the employee relations construct by Gunnigle et al. (1998) , for the work satisfaction construct by Hayday (2003) and for the work engagement construct by Robinson et al. (2004) . Within the empirical part, the authors established the justification to use the factor analysis based on the Kaiser-Meyer-Olkin measure of sampling adequacy (KMO ≥ 0.5) (Kaiser, 1974) and Bartlett's test of sphericity. With the purpose to improve the factors' interpretability and achieve a more even distribution of variance according to the factors, the rectangular rotation Varimax, which maximizes the variance of weight squares in every factor and simplifies the structure by columns, was used (Hair et al., 2010; Manly, 2005) . Also, fulfillment of criteria regarding factor loadings (ƞ ≥ 0.5), communalities of variables (h > 0.4), and eigenvalues of factors (λ ≥ 1.0) was analyzed (Tabachnick, Fidell, 2013) . The quality of the measurement model was measured by the variance explained for a particular construct. The authors checked the reliability of measurements within the scope of inner consistency with Cronbach's alpha coefficient (Chronbach, 1951) . As part of the convergent validity, the authors examined average variance extracted (AVE) and composite reliability coefficients (CR), keeping in mind the criteria AVE > 0.5 and CR > 0.7 and the criterion CR > AVE (Kock, 2016) . In order to check for multicollinearity, the authors used variance inflation factors (VIF), considering the criterion VIF < 5.0 (Hair et al., 2010) . The quality of the structural model was measured by the R-squared and adjusted R-squared coefficients, reflecting the percentage of explained variance of latent variables in the structural model and the Stone-Geisser Q-squared coefficient. Thus, the authors examined the predictability value of the structural model. Acceptable predictive validity in connection with an endogenous latent variable is suggested by Q 2 > 0 (Kock, 2015) . To test the model, the following rules were also applied: average path coefficient (APC, p < 0.05), average R-squared (ARS, p < 0.05), average adjusted Rsquared (AARS, p < 0.05), average block variance inflation factor (AVIF < 5.0), average full collinearity VIF (AFVIF < 5.0), goodness-of-fit (GoF ≥ 0.36), Sympson's paradox ratio (SPR ≥ 0.7), the R-squared contribution ratio (RSCR ≥ 0.9), statistical suppression ratio (SSR ≥ 0.7) and nonlinear causality direction ratio (NLBCD ≥ 0.7) (Kock, 2016 , Tabachnick, Fidell, 2013 . To test the hypotheses, the authors used the path coefficient associated with a causal link in the model (γ) and indicator of Cohen's effect (f 2 ), with 0.02, 0.15, and 0.35 indicating the small, medium, and large effect sizes (Kock, 2015; Tabachnick, Fidell, 2013) . The Statistical Package for the Social Sciences (SPSS) and WarpPLS software were used for data analysis. According to Kock (2016) , SEM is based on the linear or non-linear connections between constructs. The results obtained by WarpPLS show that the observed links in our model are non-linear.
Research Analysis Results and Discussion
The results in Table 1 provided with SPSS 22 show that the most important variable in leadership is good relationship between employees and superiors. The most important variable in employee relations reflects the prevailing trust and cooperation between employees. The most important variable in work satisfaction of older employees is satisfaction with the interpersonal relationships in the company and the most important variable in work engagement of older employees is doing work with passion. Table 1 also shows that the values of the measure of sampling adequacy and the results of Bartlett's test of sphericity for each construct (leadership, employee relations, work satisfaction, work engagement) suggest that the use of factor analysis is justified. The values of all communalities for all four constructs are higher than 0.70; therefore, the authors have not eliminated any variable. Also, all factor loadings are higher than 0.70 and significant at the 0.001 level. For each construct, the onedimensional factor solution was obtained. All measurement scales proved high reliability (all Cronbach's alpha > 0.9). In addition to the results in Table 1 , the total variance explained for leadership is 81.8%, for employee relations is75.2 %, for work satisfaction is 78.8% and for employee work engagement is 85.6%. According to Kock (2016) , SEM is based on the linear or non-linear connections between constructs. The results obtained by WarpPLS 6.0 show that the observed links in our model are non-linear. Key quality assessment indicators of research model are presented in Table 2 . Table 2 shows that the indicators APC, ARS, AARS are statistically significant (p < 0.001), and the indicators AVIF and AFVIF are lower than 5.0 and are suitable. Indicator GoF shows the power of the underlying conceptual model (Kock, 2016) , and the results of indicator GoF show that the model is highly appropriate. The values of indicators SPR, RSCR, SSR and NLBCD are higher than the minimal prescribed values and are suitable. Table 3 indicates that the values of the latent variables' R 2 , adjusted R 2 and Q 2 coefficients are greater than zero. Composite reliabilities (CR) for all four constructs are greater than 0.7. Also, values of AVE for all four constructs are greater than 0.5. As all CR values were higher than AVE values, the authors confirmed the convergent validity for all the constructs studied. The VIF values ranged between 1.473 and 2.529 (VIF < 5.0), providing confidence that the structural model results were not affected by collinearity. The results of SEM and structural coefficients of links of the basic structural model are presented in Table 4 . In addition, Figure 1 presents the conceptual model with the values of path coefficients. Figure 1 shows that leadership has the highest impact on the work satisfaction of older employees in comparison with employee relations, but both have positive impact on work satisfaction of older employees. The results in Table 4 show that leadership has a positive impact on the work satisfaction of older employees (LEES = 0.434, p < 0.001) in financial service companies. The value of Cohen's coefficient (f 2 = 0.206) is greater than 0.15 and shows that the impact of predictive latent variables is of medium strength. In addition, employee relations have a positive impact on the work satisfaction of older employees (ERES = 0.340, p < 0.001). The value of Cohen's coefficient (f 2 = 0.213) shows that the impact of predictive latent variables is of medium strength. The results in Table 4 show that the work satisfaction of older employees has a positive impact on the work engagement of older employees (ESWE = 0.654, p < 0.001). The value of Cohen's coefficient (f 2 = 0.419) shows that the effect of predictive latent variables is of high strength. The results show that there is a non-linear connection between the individual constructs. the authors therefore verified and confirmed hypothesis 1 (leadership has a significant positive impact on the work satisfaction of older employees in financial service companies in Slovenia), hypothesis 2 (employee relations have a significant positive impact on the work satisfaction of older employees in financial service companies in Slovenia), and hypothesis 3 (employee satisfaction has a significant positive impact on the work engagement of older employees in financial service companies in Slovenia).
Conclusion
The review of contemporary literature allows the conclusion that the population is progressively ageing. Demographic changes lead to older employees playing a prominent role in the workforce in the near future. Employers need to allow older employees to have friendly and healthy work environment, which leads to higher work engagement. Thus, employers are responsible to create a healthy and friendly working environment with working conditions that are conducive to a full life of work and that support the mental and physical health of employees. Based on the results, the authors found that leadership and employee relations have a significant positive impact on the work satisfaction of older employees in financial companies in Slovenia, as well as that work satisfaction has a significant positive impact on the work engagement of older employees. Some authors found that leadership and employee relations have a positive effect on the work satisfaction of older employees and that the work satisfaction of older employees has a positive effect on the work engagement of older employees, but their research was not limited to medium sized and large financial service companies. The results show that human resource managers should foster mainly good relationship between employees and superiors, prevailing trust and cooperation between employees and satisfaction with the interpersonal relationships in order to achieve higher older employees work engagement.
Some research shows that employees in the finance sector are comparable to employees in other sectors according to the importance they place on a variety of job features. Interesting work, potential for advancement, job security, ability to help others, social usefulness, and autonomy at work are some of the important concerns for financial sector employees.
For employee relations it is important to build trust between age-diverse colleagues in financial companies. Thus, it is important that age-diverse employees share a healthy relation with each other at the workplace, because the company becomes a happy place to work, if the employees work together as a good family.
According to our findings, it is also almost equally important that employers are ready to listen the employees and that employers inform employees about their decisions concerning the organization. It is possible to conclude that good relationship between leaders and employees is one of the most important components influencing employees work engagement.
Employees who know they have the opportunity to improve their skills and rise within the company may be more satisfied with their work, which lead to higher work engagement. Employers should create a friendlier working environment, because this leads to higher job satisfaction among employees, and leads to increased productivity and a higher rate of engagement.
The main scientific contribution of this paper is reflected in the analysis of the structural equation model of the older employees' human resources management in financial services companies. It is based on the first survey, conducted among older employees in financial services companies in Slovenia. Results can help financial service companies to better understand and manage their older employees. Moreover, results can be useful for managers who want to create an adequate working environment for older employees and increase work engagement of older employees.
Our study is limited to the focus of older employees in Slovenia in medium-sized and large financial services companies. As an opportunity for future research, the authors recommend an upgrade of the measurement instrument with new constructs in the area of older employees. Also, our further research refers to analyzing different constructs (for example, occupational stress, burnout and work engagement) with structural equation modeling (SEM).
